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Purpose: The purpose of this study was to determine the indeks of employee engagement on millennial 
employee at vocational higher education in indonesia. the total number of respondents was 95 people from two 
vocational higher education in east java. from the results of 4-point likert scale questionnaire analysis, it was 
known that the engagement index of millennial employees in vocational higher education was partially engaged 
with an engagement index of 2.90. 
Design/methodology/approach: the average engagement index for lecturers was higher than that of non-lecturer 
employees. from these two groups, it was found that the same dominant and less dominant factors were the 
same; the highest value namely motivation value and the lowest was communication value. 
Findings: The results of regression analysis showed that all aspects of the independent variables simultaneously 
affect employee engagement. 
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I. INTRODUCTION 
Employee engagement is what makes employees physically and mentally connected to their work and 
work environment, so that they are excited to work, practice wise behavior and are always motivated to achieve 
performance beyond standards (Mmako, M., & Schultz, 2016). Employee Engagement will greatly affect 
employee productivity and performance. This will certainly affect the growth rate of the company's 
performance, on average every 5% involvement supports an increase in performance of 3%. Vocational 
education is higher education that supports the mastery of certain applied skills. According to data in the Higher 
Education Database (PDDIKTI) of the Ministry of Education and Culture, there are 43 State Vocational Higher 
Education or Polytechnics throughout Indonesia. Vocational education with the link & match concept and the 
dominant learning model in practice is expected to be able to answer the needs of the industry, so as to be able 
to absorb labor and reduce unemployment. 
 Colleges around the world faced a disturbing imbalance with their environment. This was because 
universities faced excessive demands but were not equipped with mechanisms or strategic responses (Mmako & 
Schultz, 2016). Excessive demands with minimal response mechanisms often caused high levels of stress among 
college employees, which often resulting low commitment to the organization, showing signs of wanting to 
leave the institution or even causing employees to leave (Mmako, M., & Schultz, 2016). 
 Engagement in the context of higher education, according to Gallups, is very important because high 
involvement of lecturers and education personnel will affect the success of a student. A similar opinion was also 
expressed by Harril, Lawton, & Fabianke, 2015, that good engagement from lecturers and teaching staff is one 
of the keys to student success. Furthermore, according to research by Gallups that more than half of college 
employees (52%) lack attachment to their work, and there are 14% active who have no attachment at all. 
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Another study by Aon Hewitt stated that employee engagement at the university level is the lowest among 
employee engagement in other sectors, around 34% compared to the industry average of 65%. 
 This global level phenomenon certainly raised curiosity about the level of employee engagement on 
higher education employees, especially Vocational Higher Education in Indonesia. 
 Each generation has its own uniqueness compared to the senior generation. Millennials are those born 
between 1981 and 2000 (Fatimah, H., Dharmawan, A. H., Sunarti, E., & Affandi, 2015). According to the 
results of the 2020 Population Census issued by the Central Bureau of Statistics, it is said that the number of 
millennials reaches 25.87% of the total 270 million population of Indonesia, or around 6.9 million people. The 
millennial category is those born in the range of 1981 to 1996 or aged 24-39 years as of the 2020 census 
(Statistics, January 21, 2021). The characteristics of the millennial generation are optimistic, idealistic, 
individualistic, growing up when the digital era begins to develop, looking for jobs that match their passions, 
and getting bored easily. More about engagement in millennial or generation Y by Kopertynska, M. W., & 
Kmiotek, (2015), which stated that Generation Y likes flexible working hours, communication transparency, and 
feedback from superiors. For Generation Y, changing workplaces is a natural thing.  
 Millennial employees were the focus of discussion because the millennial generation was the younger 
generation who will become future leaders, successors of the organization's sustainability. The high 
commitment of the millennial generation was expected to be able to bring the institution towards better 
achievements. 
 The forming factor of employee engagement is dimensions that increase one's perception of attachment 
to the organization, while the threat of employee engagement is a dimension that reduces one's sense of 
attachment to the organization (Fatimah, H., Dharmawan, A. H., Sunarti, E., & Affandi, 2015). designed a 
model that divides the factors forming employee engagement into six groups, namely; Brand that includes 
reputation, image and corporate responsibility; Leadership includes senior leadership and business unit 
leadership; Performance includes career opportunities, learning and development, performance management, 
human resource management, rewards and recognition; Work includes collaboration, empowerment/autonomy, 
and work assignments; Basic values include benefits, job security, security, work environment, and work-life 
balance; Company practices include communication, customer focus, diversity and inclusion, infrastructure, and 
talent and staffing (Fahreza, S., Kartika, L., & Sayekti, 2018). Several previous research describing some of the 
main driving factors for employee engagement,  were summarized as follows           
 
Tabel 1.Literature Review 
 
Despite those all references, the research about engagement level on millenial employees at vocational higher 
education had not been conducted yet.  
Researcher Research Findings  
Bedarkar, et.al, 2014 The dominant factors of employee engagement were leadership, communication, and life 
balance 
Hermin Fatimah, et al, 
2015 
The supporting factors for employee engagement in generation X and generation Y were 
communication and motivation. 
Mmako, et al, 2016 Supporting factors for employee engagement at vocational universities in South Africa 
included; socialization of the good values of the institution, providing feedback, attitude 
towards superiors, and commitment to the institution 
Linayake & Gamage, 
2017 
The dominant factor influencing employee engagement in millennial KPO company workers 
were career growth and superior attitude 
Kozlowska & 
Stachowska, 2018 
The dominant factors forming employee engagement in non-lecturer respondents at 
universities in Africa included work and organizational attitudes, relationships with work and 
organizations, learning and development, and relationships with superiors. 
Azmy, 2019  
 
Azmy studied about employee engagement factors in universities. The things being 
examined were compensation, leadership, organizational planning, organizational culture, 
work environment, employee satisfaction, and training opportunities. The results showed that 
the dominant factor in the relationship with superiors, and the lowest on job satisfaction 
Fahreza, et.al., 2019 
 
The results of research on engagement in the millennial generation in creative economy 
companies showed that work life balance is the main engagement driver, according to the 
perception of millennial employees, while autonomy and career opportunity were the main 
engagement drivers according to expert 
perceptions. The analysis forming the six factors of engagement are organization, 
compensation and benefit, the work, team work, pride and performance 
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II. METHODOLOGY 
This research focuses on two main things, First was about Employee Engagement Level for millennial 
employees at vocational higher education; and the second was dominant factors that influence the level of 
employee engagement in millennial employees at Vocational higher education. 
A. Method of Data Collection 
 This research was conducted at two Vocational Higher Education in East Java which have similar 
studies in the field of shipping and supporting technology. Respondents in this study were 95 Civil Servants 
(PNS) from the general group <40 years from the two IVHE. 
 Data were collected randomly to a number of respondents from the existing population, using a 
questionnaire designed according to the research model. The questionnaire consists of two parts; the first part 
consisted of the identity of the respondents in general; including gender, age, latest education, position (Lecturer 
or Education Personnel), information on functional positions for lecturers, and information about work units. 
The second part consisted of questions and statements that indicate the research variables according to literature 
studies and previous research. Questions were closed model and measured using a 4-Likert scale, including: 
TS : Totally disagree with a weighted value of 1 
KS : Disagree with a weighted value of 2 
S : Agree with the weighted value of 3 
SS : Strongly agree with a weighted value of 4 
 Through an online survey, respondents were asked to choose answers from the statements that the 
researcher had prepared, using a Likert scale. The Likert scale in this study used 4 assessment numbers where 
the number 1 showed the lowest value and number 4 showed the highest value. The selection of a 4-point Likert 
scale was in line with research on employee engagement at universities conducted by Kozlowska & 
Stachowska, 2018, and to avoid selecting neutral numbers by respondents. 
 
B. Research Variables 
In the conducted research, respondents’ opinions were collected in three separated variables with total 
fifteen factors and 80 indicators/statement of questionaires. Variables on this research were categorized into  
1. 10 factors of employee engagement based on previous research, became independent variable. Those 
factors were leadership, communication, motivation, relationship to work and organization, learning and 
development, relationship and attitude to superior, remuneration, socialization and values, recognition and 
feedback, commitment to institution.  
2. Employee Engagement on IVHE practice as a dependent variable.  
3. As moderation variable was millennial generation, questionnaire quoted some characteristics of millennials. 
Factors and indicators of independent variable were presented as follows Tabel 2. 
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                                                        Table 2. Factors & Indicator of Independent Variable 
Code Factors Code Statement of questionaire References 






    X.1.2 My manager listens to what I'm saying 
    X.1.3 My manager values my talents and the contribution 
I make. 
    X.1.4 Employee job satisfaction is a top priority of senior 
management. 
    X.1.5 Poor performance is effectively addressed 
throughout this organization. 
    X.1.6 My manager treats all his/her employees fairly. 
X.2 Communicati
on 
X.2.1 Information and knowledge are shared openly 
within this organization. 
Employee 
engagement 
survey      X.2.2 Senior management communicates well with the 
rest of the organization. 
    X.2.3 I feel fully informed about the intentions of 
management and the university authorities 
Kozlowska & 
Stachowska, 
2018     X.2.4 I am well informed about important changes  in the 
university 
    X.2.5 I have the information necessary to do my job 
properly 
    X.2.6 University employees are happy to cooperate with 
each other 






    X.3.2 I am motivated to go the extra mile at work. 
    X.3.3 My job allows me to grow and develop new skills. 
    X.3.4 I feel I am contributing to the overall goals of my 
organization. 
    X.3.5 The recognition I receive from my direct manager 
motivates me to do my best. 
X.4 Relationship 
to work and 
organization  
X.4.1 
The long-term goals of the university are well-




    X.4.2 The goals of the position I held are familiar, clear 
and understandable for me 
    X.4.3 I know well what results, attitudes are behaviors are 
expected from me at work 
    X.4.4 Thanks to the work at the university I have a 
possibility to fulfil all of my needs and life goals 
    X.4.5 I am proud of working at Polytechnics 
    X.4.6 I am thinking of quitting my job at the university 
for the other organisation 
X.5 Learning and 
Development  
X.5.1  The university provides trainings for me, which are 
helping in developing the abilities important for the 




    X.5.2 In the university the employees with a high 
potential of knowledge and skills are appreciated 
    X.5.3 I receive the training I need to do my job well. Employee 
engagement 
survey  
    X.5.4 My manager is actively interested in my 
professional development and advancement. 
    X.5.5 My manager encourages and supports my 
development. 
    X.5.6 I am encouraged to learn from my mistakes. 
X.6 Relationship 
and attitude to 
Superiors  
X.6.1 My supervisor clearly informs me about the goals 




    X.6.2 In my job, I have the opportunity to report my ideas 
and proposals for changes to my supervisor 
    X.6.3 In the case of professional or personal problems, I 
can count on understanding and help from my 
superiors 
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    X.6.4 Relations with superiors have an impact on the fact 
that I want to work at polytechnic 
    X.6.5 The achievement of my goals is aligned with the 
goals of this institution. 
Mmako & 
Schultz, 2016 
    X.6.6 I am more committed to perform to the best of my 
ability. 
X.7 Remuneration X.7.1 I am paid fairly for the work I do. Employee 
engagement 
survey  
    X.7.2 My salary is competitive with similar jobs I might 
find elsewhere. 




2018     X.7.4 I know the principles of remunerating university 
staff and they are clear and understandable to me 
    X.7.5 I believe that my wages correspond to my work 
contribution 
    X.7.6 I am satisfied with the additional (non-wage) 
benefits I receive 
X.8 Socialization 
& values 




    X.8.2 I am adequately appreciated for my individual 
performance at work 
    X.8.3 I have no plan to resign from polytechnic. 
    X.8.4 I am allowed to perform my tasks independently. 
    X.8.5 The way in which my performance is evaluated is 
effective. 
X.9 Recognition 
and Feedback  




    X.9.2 My direct manager motivates me to work at my 
best. 




survey      X.9.4 I have an opportunity to participate in the goal 
setting process. 
    X.9.5 When I do a good job, I receive the praise and 




I am proud of this institution’s identity. 
Mmako & 
Schultz, 2016 
    X.10.2 This institution provides its employees with 
socialisation activities to adjust to a new 
organisational setting. 
    X.10.3 This institution has a clear set of values 
underpinning continuous employee involvement. 
    X.10.4 I voluntarily do more than the job requires so that I 
    X.10.5 My job is important in accomplishing the mission 
of the organization. 
Employee 
engagement 
survey      X.10.6 I am familiar with and understand the organization's 
strategic goals. 
 
C. Statistical Analysis 
Statistical analysis used in this research were expoloratory factor analysis (EFA); regression without 
moderation (t-test; F-test; R2-test). Exploratory Factor Analysis (EFA) reduced the many variables to be simpler, 
where the 10 existing factors of independent variable would be reduced into several main factors. The first 
factor namely Leadership Value Leadership (X1), Learning and Development (X5), Socialization and values 
(X8), Commitment to Organization (X10); The second factor is formed by three variables, namely 
Communication (X2), Relationship with Work and Organization (X4), and Remuneration/Compensation (X7), 
and is given the name Communication Value; The third factor is formed by two variables, namely relationships 
and attitudes with superiors (X6), and Recognition & Feedback (X9). While the fourth factor is only one 
variable, namely Motivation (X3) given the new name Motivation Value. The result of t-test said that four 
factors of EFA simultaneusly supported the engagement and contributed positively for 66% toward engagement 
index. Based on the determination test (R2), it could be seen that the four EFA formation factors; Leadership 
Value, Communication Value, Relation Value, and Motivation Value, contributed quite strongly (66%) to 
employee engagement. While the rest was influenced by other variables not examined in this study. Hypothesis 
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testing conducted through the t-test gave result that the four factors had a positive effect on employee 
engagement. 
 
D. Measuring Index of Engagement 
Measuremet of level of employee engagement was based on the level of respondents' agreement or a 
response to each statement item on the independent variable (Yuniati & Arijanto, 2014). The level of employee 
engagement is expressed in index numbers. The level of employee engagement measures two things, the first is 
about the condition of the engagement and the second is about the impact of the engagement. More specifically, 
the supporting conditions for engagement are the involvement of cognitive, emotional and physical aspects. And 
the impact of engagement is an increase in employee performance and desire to remain in the company 
(Margolis, 2018). There were three categories in measuring the employee engagement index; among others 1) 
engaged / high attachment, 2) partially engaged / moderate attachment, and 3) disangaged / not having a bond. 
Referring to the research (Yuniati & Arijanto, 2014), the results of the index calculation are used as the basis for 
determining the category or scale of employee engagement level, with reference to the value of engagement 
referring to the following Table 3. 
 
Table 3. Determination of Engagement Index 
 Scale  




1 - < 2 2 - < 3 3 – 4 
 
The calculation pattern per indicator is described as follows: (see Table 4. Sample of Measurement) 
Table 4.  Sample of Measurement 
Indicator  Response Frequency Weight Score 
X.1.1 
SS 20 4 80 
S 71 3 213 
KS 4 2 8 
TS 0 1 0 
Total    95 10 301 
Engagement Index   3,17     
Remark   TS: Totally disagree with a weighted value of 1 
 KS: Disagree with a weighted value of 2 
 S: Agree with the weighted value of 3 
 
 
SS: Strongly agree with a weighted value of 4 
III. RESULTS AND DISCUSSION 
Respondent’s biograpical data could be explained that the majority of respondents were male (54.7%). In 
accordance with the criteria of age of respondents (in the range 24-39 years old), the dominant respondents were 
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at the age of 25-35 years (69.5%) or around 66 people. The second dominant was respondents in the age range 
above 35 years, namely 26.3% or 25 people, and the rest or 4 people under the age of 25 years. From the 
distribution of respondents’ status, it could be seen that the majority of respondents were lecturers with a 
percentage of 67.4%, and the remaining 32.6% are educational staff. The distribution of the education profile of 
respondents was explained that there were 2 Doctoral / S3 levels, 63 Masters / S2 levels, 14 Strata 1 / S1 levels, 
12 Diploma / D3 levels, 4 SMA / SMK.  
The level of Employee Engagement for millennial employees at Vocational State universities was on 
average 2.90 or in  partially engaged category. From the analysis of the value of engagement per respondent, it 
was found that in lecturer respondents, the number of respondents with an “engaged” level of engagement is 
42%, respondents with a "partially engaged” level of engagement were 58%, and there were no respondents on 
“disangged” level of engagement. In education personnel respondents, the number of respondents with a 
"engaged" level of engagement is 32%, respondents with a "partially engaged" level of engagement are 65%, 
and there are 3% of respondents on “disangaged” level of engagement. 
The value of engagement on lecturer respondents was better than the value of engagement on education 
staff respondents. From these two groups, the dominant factor was found in Motivation Value (F4) and less 
dominant in Communication Value (F2). 
These results were in line with research (Kozlowska & Stachowska, 2018), where the factors that get good 
scores are relationships with superiors, learning and development, cooperation but lack of value in the payroll 
system and transparency of remuneration. Other results showed that employee motivation and commitment were 
quite good in shaping employee engagement, as show Figure 1. 
 
Figure 1 Engagement Index on Lecturer & Non-lecture 
r 
From the questionnaire, it was found that the value of 10 items with the highest value and 10 items with 
the lowest value was obtained. The two groups were below Table 5 
Table 5. Ten Indicators with Highest Engagement Index  




I am more committed to perform to the best of my 
ability. 
X.6.6 3,3 Relation Value 
I am hopeful for long term career opportunities in 
my institution 
X.8.1 3,2 Leadership Value 
I feel inspired to do my best at work every day. X.3.1 3,2 Motivation Value 
My manager always treats me with respect. X.1.1 3,2 Leadership Value 
I feel I am contributing to the overall goals of my 
organization. 
X.3.4 3,2 Motivation Value 
My job is important in accomplishing the mission 
of the organization. 
X.10.5 3,2 Leadership Value 




Profile of Engagement Index on 
Lecturer & Non-lecturer
Non-lecturer Lecturer
:: IJEBD :: 
(International Journal of Entrepreneurship and Business Development) 
Volume 04 Number 04 July 2021 
This work is licensed under a Creative Commons Attribution-  ShareAlike 4.0 International License. 
ISSN : 2597-4785 (ONLINE) 
ISSN : 2597-4750 (PRINTED) 
 
 
Measuring Engagement Index On Millennial Employee At Vocational Higher Education 
Avy Luthfiana,Indrawati Yuhertiana 
 
Page │ 507 
I am motivated to go the extra mile at work. X.3.2 3,1 Motivation Value 
I am proud of working at Polytechnics X.4.5 3,1 Communication Value 
I have no plan to resign from polytechnic. X.8.3 3,1 Leadership Value 
My job allows me to grow and develop new skills. X.3.3 3,1 Motivation Value 
The dominant factors in getting a high score were the factors in the Motivation Value. The other factor was 
Leadership Value. Communication Value & Relation Value each has one item with a high value. The results of 
the study stated that the dominant factor forming employee engagement in millennial employees in vocational 
education was motivation. This was in line with the research of Fatimah, Dharmawan, Sunarti, & Affandi, 2015, 
regarding employee engagement of millennial employees in banking companies. The existence of motivation as 
the main driver of employee engagement has also been conveyed by (Kopertynska & Kmiotek, 2015), where a 
study of research and theory on employee engagement in generation Y comes to the conclusion that employee 
engagement is dominant in the motivational aspect. 
The results of the questionnaire showed that employee commitment got the highest points. This meant that 
the majority of employees are committed to doing what is best for the institution. This was a good asset that 
must be maintained. The fact that employees want long-term career opportunities in polytechnics. This fairly 
good retention rate was evidence that the polytechnic has characteristics that were able to create comfort for 
employees both physically and non-physically. Status as a government employee (State Civil Apparatus-ASN) 
seems to be able to support the value of engagement on these factors. 
Regarding trust in leadership, this aspect gets a pretty good score. Another good thing was that the 
employees are proud of their workplace, they feel they were contributing to the polytechnic and are always 
inspired to give their best. This was what makes almost all employees also have no desire to resign. This was 
similar to the results of research (Kozlowska & Stachowska, 2018), where 91.6% of employees were proud of 
their institution. 
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Table 6. Ten Indicators with Lowest Engagement Index 
 




I believe that my wages correspond to my work 
contribution 
X.7.5 2,4 Remuneration aspect – 
Communication Value 
I know the principles of remunerating university staff 
and they are clear and understandable to me 
X.7.4 2,6 
Remuneration aspect – 
Communication Value 
In Polytechnic, there is motivation system based on 
incentive. 
X.7.3 2,6 
Remuneration aspect – 
Communication Value 
My salary is competitive with similar jobs I might 
find elsewhere. 
X.7.2 2,7 
Remuneration aspect – 
Communication Value 




I feel fully informed about the intentions of 
management and the university authorities 
X.2.3 2,7 
Communication Value 




This institution has a clear set of values underpinning 
continuous employee involvement. 
X.10.3 2,7 
Leadership Value 




In the university the employees with a high potential 




Factors with low scores were mostly in Communication Value (F2) which consists of three indicators, 
including “Communication (X2)”, “Relations with Work and Organizations (X4)” and 
“Remuneration/Compensation (X7)”. This result was contrary to research (Azmy, 2019), which places the 
element of compensation in the forming factors of employee engagement. Judging from the results of the 
questionnaire, the remuneration aspect had received enough attention with 44.2% stating that the remuneration 
they receive was in accordance with the complexity of the work carried out, as well as the fact that 83.2% of 
employees were satisfied with additional benefits other than salary, such as health insurance and insurance.  
 The lack of dominance of the remuneration factor was also in line with the characteristics of 
millennials where material is not the main thing in working. Millennials want solidarity, togetherness, and self-
existence so that they are socially valued. 
 The existence of the communication aspect as less dominant was in line with research by Fatimah, 
Dharmawan, Sunarti, & Affandi, (2015), which stated that the communication aspect is significant in shaping 
employee engagement, but not significant as a differentiator for employee engagement results across 
generations of respondents. 
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VI. CONCLUSION 
The research’s result could be concluded as follows : 
1. The level of engagement of millennial employees at PTN Vokasi was at a moderate level or partially 
enggaged and closed to engaged. This value showed that millennial employees at vocational higher 
education still need to strengthen their level of involvement or level of engagement. Several leveraging 
factors could be an entry point for policies to strengthen employee engagement, especially millennial 
employees. 
2. According to the results of the EFA and Regression analysis, there were four factors that form employee 
engagement in millennial employees at Vocational higher education. The four factors were Leadership 
Value, Communication Value, Relation Value and Motivation Value. These four factors contributed 
strongly to employee engagement. While the rest was influenced by other variables which was not 
examined in this study. 
3. The level of employee engagement of lecturers was higher than that of education staff/non-lecturer, both on 
average number and in the distribution of  engagement in each level. 
4. The presence of employees who had a high level of employee engagement would have an impact on the 
performance, because highly engaged employees will consistently provide performance that exceeds 
standards. Employee engagement achievements can also be seen from employee loyalty, retention rates, and 
productivity. Good management of employees with these categories is one of the good media in achieving 
the agency's strategic plans. 
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